Abstract
Introduction
In the process of knowledge management, knowledge sharing is very important. It is only through knowledge sharing can make individual knowledge be organizational effectively, can also prevent knowledge losing for staff turnover or transfer, then enterprise can realize knowledge value-added. The characteristics of tacit knowledge just like individual, irrational, arbitrary, and the monopoly caused by staff's psychological barriers can make it difficult to share.
At present, academia has lots of studies about tacit knowledge sharing, mostly based on members' trust, sharing will, interpersonal, communication mechanisms etc., many scholars have studied the relationship of psychological contract and tacit knowledge sharing, such as that, Huajie Wang, Ying Zhang [1] pointed out that one of the key factors of impacting software organizations employees to share tacit knowledge is psychological contract. Bonnie S. O'Neill, Monica Adya [2] analyzed the relations of knowledge sharing and the psychological contract, and they offered several prescriptions for effectively managing each type of psychological contract and reducing perceptions of PC breach. But little research added motivation to this. Based of previous studies and actual, the motivation is added to the theoretical model of psychological contract with tacit knowledge sharing in this paper. With knowledge workers as the object, the mechanism among psychological contract, motivation and staffs' tacit knowledge sharing is analyzed by the correlation and regression analysis, and the results can provide a reference for enterprises to improve the efficiency of staffs' tacit knowledge sharing.
Theoretical backgrounds and research hypotheses

Effects of psychological contract on knowledge sharing
Psychological contract can be divided into the organizational psychological contract and staffs' psychological contract. Based on the research of Rousseau and Tijoriwala[3] , the research of this paper is focused on the staffs, i.e., the inner expectations of staffs for the mutual responsibilities and obligations between organization and staffs, and it can be divided into three dimensions: transactional psychological contract, relational psychological contract and team-members' psychological contract.
The transactional psychological contract refers to organization provides economic and material interests for staffs, staffs undertake basic tasks. The relational psychological contract refers to the staffs and organization concern about the long-term and stable contact mutually, in order to promote mutual development. The team-members' psychological contract refers to the staffs and organization focus on interpersonal support and good interpersonal relationships, it emphasizes to construct the well interpersonal environment.
Present studies show that, a powerful driving force of tacit knowledge sharing is to maintain stable psychological contract and establish the incentive mechanism of psychological contract. Li Jin [4] thought that the stable psychological contract relationships between the members and organization is conducive to promote tacit knowledge sharing of innovation team. Shen Aiqin [5] hold that tacit knowledge sharing in organization can be promoted through inspire, trust, communication or other ways. After staffs entered the enterprise, if they perceive their work to be affirmed, and their psychological expectations are met, they would be willing to share their unique knowledge with colleagues to improve professional competence of other colleagues, at the same time, they themselves also learn the unique knowledge from others to enhance their own ability. Finally, the whole competence of enterprise will be improved. Based on this, the first hypothesis is proposed as follows:
H1: Enhancing staffs' psychological contract has a positive effect on tacit knowledge sharing. According to Leonard, the reward system of organization determines the flow and acquisition of knowledge [6] . also pointed out that the lack of organizational reward system is a major obstacle to influence knowledge transfer in organization. Transactional contract is built based on salary, benefits and welfare and so on, these material incentives can stimulate the staffs' motivations of tacit knowledge sharing, and promote staffs to share their own tacit knowledge. Based on this, the first sub-hypothesis of H1 is proposed as follows:
H1a: Enhancing staffs' transactional psychological contract has a positive effect on tacit knowledge sharing.
Wang Lili etc. [9] found university innovation team's psychological contract act on knowledge sharing process through affecting members' job satisfaction, organizational commitment etc. You Tianhui [10] thought that increase training opportunities, authorization and other measures can reduce the risk of tacit knowledge sharing, and increase the degree of knowledge sharing. Relational psychological contract includes the opportunity of career developments, challenging work etc. If staffs obtain good opportunities of career development due to share their tacit knowledge, their personal development can rise to a higher level, so they more like those challenging work. Based on this, the second sub-hypothesis of H1 is proposed as follows:
H1b: Enhancing staffs' relational psychological contract has a positive effect on tacit knowledge sharing.
Xie Hefeng [11] thought that trust among staffs can generate a convince effect, so others would believe that there is no risk to share their tacit knowledge, and this can be conducive to reduce defenses against knowledge sharing. Liu Jianshe [12] hold that knowledge sharing behavior is affected by selfgrowth expectations, the culture of trust, and spiritual inspire. In the process of tacit knowledge sharing, staffs will be more willing to help each other when they trust each other, which will help to stimulate staffs' knowledge sharing motivation. Similarly, the leaders' care, respect and support to staffs, also make staffs learn that sharing their knowledge can be rewarded, thus they can share more actively. The team-members' psychological contract mainly includes respect, support, interpersonal care and trust, so building well team-members' psychological contract also has an important effect on decision-making of tacit knowledge sharing. Based on this, the third sub-hypothesis of H1 is proposed as follows:
H1c: Enhancing staffs' team-members' psychological contract has a positive effect on tacit knowledge sharing.
Effect of motivation on psychological contract
Ran Jun [13] considered that implementing effective leadership and improving staffs' satisfaction through incentive mechanism can enhance the effectiveness of psychological contract. Zhang Chunying [14] obtained a result that the emotional motivation can improve the psychological contract performance effectively based on analyzing the connotation and characteristics of psychological contract and the role in job performance of psychological contract. Wang Gaoshan and Yu Tao [15] proposed the principal-agent model of tacit knowledge sharing based on psychological contract, and analyzed the relationship of psychological contract and tacit knowledge sharing level. So, adopting incentive strategy can make staffs to feel that their efforts were rewarded, enterprise also cash on their promises. Based on this, the second hypothesis is proposed as follows:
H2: motivation can enhance psychological contract of staffs.
Effect of motivation on knowledge sharing
Wei HuaFei [16] thought that enterprise should build an effective incentive mechanism to share tacit knowledge. Hui Yun [17] thought that establishing a helpful institution and coordinating the interests of each members, will improve the members' enthusiasm in tacit knowledge sharing. If enterprise wants to promote staffs sharing their tacit knowledge, it is not enough just to take traditional material incentives, they should also inspire from staffs' psychology, and then staffs would share more actively. Based on this, the third hypothesis is proposed as follows:
H3: motivation can promote staffs' tacit knowledge sharing. On the base of three hypothesises of above, the theoretical construct model of relations among the psychological contract, incentive, and the tacit knowledge sharing in enterprise our research framework is provided in Figure 1 . 
Research design
Research object
A total of 200 questionnaires including paper questionnaires and electronic questionnaires were distributed to 200 knowledge staffs from 30 Chinese enterprises, and 182 questionnaires were finally collected (response rate of 91%). 170 questionnaires counting for 93.4% of the returned questionnaires were used in empirical research except 12 unusable questionnaires. After data collection, SPSS 17.0 is employed for data analysis.
According to the collation of survey data, Table 1 lists the relevant information of the surveyed enterprises and staffs. By Table 1 , the subjects in this study were mainly senior and middle managers, whose academic degree is above bachelor, and whose job is not single physical labor. So, the survey results have a certain representative. 
Variable definitions
The tacit knowledge sharing scale mainly references to designs of Wang Guobao [18] and Shan Qianyan [19] . In this paper, 9 questions for the cognitive dimensions and skilled dimension of tacit knowledge sharing are designed. Psychological contract scale comes from the designs of Rousseau [20] , Li Yuan and Xiaoshu Zhu [21] , Wang Chongming et al [22] . 8 questions for transactional psychological contract, relational psychological contract and team-members' psychological contract are designed. motivation scale mainly references to Xiao Liu's measured terms for organizational motivation [23] and Hu Rong's analysis of spiritual motivation dimension [24] , 9 questions for material, spiritual and emotional motivation are designed. The Cronbach's α coefficient is adopted to test the reliability of sample in this paper. Table 2 shows the results of an analysis of data. In Table 2 , the Cronbach's α coefficient for all scales exceed 0.7, satisfying the general requirement of reliability for research instruments. It shows that the questionnaires are reliable.
Reliability analysis and validity analysis
The validity of sample:
In this paper, we test the construct validity of scale by exploratory factor analysis.
A. The validity analysis of tacit knowledge sharing scale
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We use SPSS 17.0 to analyze data and extract common factor. The results show that the KMO value of tacit knowledge sharing scale is 0.779 which is greater than 0.7, the Bartlett globular test ( 2  =668.726, n =21, P=0.000) shows that there is significant. There are two factors' eigenvalue more than 1 by principal component analysis, which is correspond to the two dimensions of tacit knowledge sharing respectively, rotating them by varimax, we get factor loading matrix of each measured term (see Table 3 ). Their accumulative contribution rate (ACR) is 73.714%, more than 50%, the factor loading of each measured term exceeded 0.5, and it shows that the questionnaires are valid. n =28, P=0.000). There are three factors' eignevalue more than 1 by principal component analysis, which correspond to the three dimensions of psychological contract respectively, rotating them by varimax, we get factor loading matrix (see Table 4 ). Their ACR is 84.489%, more than 50%, the factor loading of each measured term exceeded 0.5, and it shows that the questionnaires are valid. C. The validity analysis of motivation scale We use SPSS 17.0 to analyze data and extract common factor. The results showed that KMO value of motivation scale was 0.829, Bartlett globular test showed that there was significant ( 2  =611.457, n =36, P=0.000). There are three factors' eignevalue more than 1 by principal component analysis, which correspond to the three dimensions of motivation respectively, rotating them by varimax, we get factor loading matrix (see Table 5 ). Their ACR is 69.629%, more than 50%, the factor loading of each measured term exceeded 0.5, and it shows that the questionnaires are valid. Table 6 shows the results of the correlation analysis between psychological contract and tacit knowledge sharing. According to Table 6 , relational contract was significantly correlated with tacit knowledge sharing (p<0.05). Team-members' contract was significantly correlated with tacit knowledge sharing (p<0.01). However, transactional contract and tacit knowledge sharing are uncorrelated. Forced into regression analysis is adopted to determine the causality of relational contract, teammembers' contract and tacit knowledge sharing, the adjusted coefficient of multiple determination (AdjR2) is selected to indicate the predictive power of the independent on the dependent, and variance inflation factor (VIF) is selected to indicate the multiple collinearity of the equation. As transactional contract and tacit knowledge sharing are uncorrelated, transactional contract isn't forced into the regression. The results are shown in Table 7 .
From Table 7 , AdjR2 is 0.315, showing that the regression equation can explain 31.5% of the total variance, the regression model can be accepted (F=26.938), the regression equation is general significant (P=0.000<0.05). All these suggest high fitting degree.
Therefore, the regression equation is: Tacit knowledge sharing=-0.193*Relational contract+0.417* Team-members' contract The regression equation of above shows that relational contract has a negative effect on tacit knowledge sharing, while team-members' contract has a positive effect on tacit knowledge sharing. Table 8 shows the results of the correlation analysis between psychological contract and motivation. Table 9 shows the results of the regression analysis motivation on psychological contract. According to Table 8 and Table 9 , motivation is significantly correlated with psychological contract (p<0.01), which suggest high fitting degree.
Correlation and regression analysis between motivation and psychological contract
The regression equation is: Psychological contract=0.701* Motivation The regression equation of above shows that motivation has a positive effect on psychological contract. Table 10 shows the results of the correlation analysis between motivation and tacit knowledge sharing. Table 11 shows the results of the regression analysis of motivation on tacit knowledge sharing. According to Table 10 and Table 11 , motivation is significantly correlated with tacit knowledge sharing (p<0.01), which suggest high fitting degree.
The regression equation is: Tacit knowledge sharing=0.424*Motivation The regression equation of above shows that motivation has a positive effect on tacit knowledge sharing.
Based on the above analysis, four hypotheses out of six are verified, H1b 1s not supported, showing that relational contract has a negative effect on tacit knowledge sharing, while H1a is not verified, suggesting that transactional contract has no obvious effect on the tacit knowledge sharing. The results of hypothesis test are summarized in Table 12 . 
Conclusions
Through analysis of above, we can get the conclusions as follows:
(1) Different psychological contract have different effects on tacit knowledge sharing.
A. The effect transactional contract on tacit knowledge sharing is not definite, which may have reasons like follows: Tacit knowledge mostly exists in knowledge workers, and the needs of these staffs are beyond material, so the stimulation of wages or bonuses to them are not enough.
B. Relational contract has a negative effect on tacit knowledge sharing, this does not support H1b, which may have reasons like follows: Establishing relational contract can bring employees career development or challenging work when they share tacit knowledge, the reality, however, staffs will reserve knowledge which affects their competence, because such knowledge may make others exceed them.
C. Team-members' contact has a positive effect on tacit knowledge sharing, this verifies the assumptions: Enterprise should identify psychological needs of staff, and apply reasonable means to communicate with staffs, and also care and support staffs, motivate them to share tacit knowledge, so that the individual knowledge will be organized and the enterprise will develop well.
(2) Motivation has a positive influence on psychological contract, H2 is confirmed. Effective motivations that enterprise uses are helpful to establish psychological contract. Conversely, if the motivations are unreasonable, it may destroy the established psychological contract. So, enterprises must note that neither take mere material motivations, nor ignore the influence of material in knowledge management.
(3) Motivation has a positive effect on tacit knowledge sharing, H3 is confirmed. This result can provide a reference for enterprises promoting staffs to share tacit knowledge. 
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